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In accordance with the stereotype-fit model of
discrimination (Dipboye, 1985), the results of past
research indicate that the extent to which jobs are sex
stereotyped dictates whether or not a main effect for
ratee sex is present in performance evaluations.

The

purpose of this study was to further examine the
relationship between the sex stereotype of the job and
the presence of sex bias in evaluations.

Two hundred

and five undergraduate psychology students viewed one of
eight videotapes of a confederate job applicant
performing a work sample task and evaluated the observed
performance.

A 2 x 2 x 2 between subjects factorial

design was used to test for the effects

of the sex

stereotype of the job, sex of ratee, and level of ratee
performance on perf orm f":e ratings.

As expected a

significant main effect .'or level of performance was
found.

A significant

th ~ ee-way

interaction was found,

which implies that when ratees perform a job that. is
stereotyped as sex role incongruent their performance is
more

li~ely

to be noticed and closely evaluated than
vi

when they perform a job that is sex stereotyped as
belonging to their sex.

Sex bias was found only for the

low performing woman on the female job, which indicates
she was over-evaluated.

vii

CHAPT~~

I

Introduction
A performance appraisal is a systematic evaluation
of an employee's job performance which is used to
describe the effectiveness of the employee's work
(Muchinsky, 1983).

In any organization, performance

appraisals serve a number of functions.

Appraisals are

often the basis for administrative decisions concerning
employee transfer, promotion, demotion, termination,
discipline, development, and pay (Cascio, 1982; DeCotiis
and Petit, 1978).

Performance appraisals can serve as

criteria and predictors in personnel research: they can
also be used to establish objectives for training
programs.

Perhaps the most Jmportant purpose of

appraisals is that they provide feedback to the employee
on his or her job performance (Cascio).

Feedback is

important because it serves dual functions:

(a) it

provides the employee the information he or she needs to
correct his or he r job behavior (i.e., focuses the
attention of the employee on his or her areas of
weakness), and (b) it provides the motivation that the
employee needs to perform at an acceptable level
(Lawler, 1983).
Because of the impact performance appraisals may
have, accuracy is important.

Accuracy is the degree to

which ratings of performance reflect the objective
1
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(actual) performance. The issue of accuracy in
appraisals is also important because of the consequences
for organizations found guilty of violating Title VII of
the 1964 Civil Rights Act, which prohibits sex
discrimination in personnel decisions (Bernardin &
Beatty, 1984).
In the appraisal context, sex bias can be
conceptualized as a sex-based difference in performance
appraisals when there are no true performance
differences.

A sex-based difference results when men

and women receive different appraisal scores for similar
performances.

For example, a woman's appraisal score

may be higher than a man's score despite the fact that
both actually perform equally well or equally poorly on
the job.

Sex bias may be a pro-male evaluation bias in

which men receive higher scores than women or it may be
a pro-female evaluation bias in which women receive
higher scores than men.
In four studies the sex stereotype of the job has
been emploed as an independent variable (Bena, 1979;
Deaux & Emswiller, 1974; Harris, 1975; Isaacs, 1984).
However, the relationship between sex bias in
performance appraisals and the sex stereotype of the job
remains unclear.

The purpose of this project was to

clarify this relationship by studying it in a more
realistic setting than the settings employed in the
past.

3

Relevant Variables
The typical sex bias experiment involves a rater
evaluating hypothetical male and female ratees.

Most

experiments use one of two methods for manipulating the
ratee.

In some of the previous studies the raters read

either one or more paragraphs describing the ratee and
then rated the ratees according to the scales provided
by t he experimenters (Abramson, Goldberg, Greenberg, and
Abramson, 1977; Bena, 1979; Harris, 1975; Isaacs, 1981;
Mai-Dalton, Feldman-Summers, & Mitchell, 1979; Moore,
1984; Rosen & Jerdee, 1973, 1974a, 1974b, 1975).

In

other experiments the raters viewed videotapes of the
ratees performing a predetermined task and then
evaluated them (Bigoness, 1976; Hamner, Kim, and
Bigoness, 1974; Schmitt & Lappin, 1980).

Using these

paradigms, previous researchers have manipulated a
number of variables.

Among the most important are: (a)

sex of rater, (b) sex of ratee, (c) sex stereotype of
the job, (d) level of performance, and (e) mode of
behavior.

In the following section we will first review

what we have learned

abo~t

the main effects of these

variables on performance ratings and then what we have
learned about the interactions of these variables.
Sex of rater.

It was previously believed that sex

of the rater would influence performance evaluations
(Mai-Dalton, et al., 1979; Mobley, 1982); however, most
of the research employing this variable found that it

4

did not have an effect on the ratings (Bena, 1979;
Cascio & Phillips, 1979; Deaux & Emswiller, 1974; Elmore
& LaPointe, 1974, 1975; Hamner et al., 1974; Isaacs,

1981; Jacobson & Effertz, 1974; Mai-Dalton et al.;
Mobley; Moore, 1984; Pulakos & Wexley, 1983; Rosen &
Jerdee, 1973; Schmitt & Lappin, 1980: Wexley & Pulakos,
1982).

The results of two experiments did reveal a main

effect for sex of the rater (Abramson et al., 1977:
Harris, 1975).

Although the Abramson et al. and Harris

studies have been closely compared to the other studies
that did not find a main effect for sex of the rater, no
differences were found in the studies that would account
for the discrepant findings.

Because there is an

overwhelming amount of evidence suggesting that a rater
effect is rare and thus of little concern in performance
appraisal research, that variable was not investigated
in this study.
Sex of ratee.

The variable of primary interest in

sex bias research is the sex of ratee.

Ideally in a

fair society, sex of the ratee should not influence
performance ratings assuming that there are no true sex
differences in performance.

However, the results of the

research indicate that sex of ratee may influence
performance ratings.
Some of the laboratory study results

~ave

shown

that female ratees were evaluated more favorably than
male ratees (Abramson et al., 1977; Bigoness, 1976;

5

Hamner et al., 1974, Moore, 1984).
study results

Other laboratory

have indicated the opposite effect;

male ratees were rated more favorably than female ratees
(Deaux & Emswiller, 1974; Rosen & Jerdee, 1974a, 1974b,
1975; Schein, 1973).

Still other laboratory results

have not revealed a main effect for sex of ratee (Bena,
1979; Harris, 1975; Heilman & Guzzo, 1978; Isaacs, 1981,
Jacobson & Effertz, 1974; Mai-Dalton et al., 1979; Rosen
& Jerdee, 1973, Schmitt & Lappin, 1980).

The results of most of the field research indicates
that the sex of the ratee does not effect performance
ratings (Cascio & Phillips, 1979; Elmore , LaPointe,
1974, 1975; Harris, 1975; Moses & Boehm, 1975; Pulakos &
Wexley, 1983; Wexley & Pulakos, 1982).

The results of

one field study did indicate that female ratees were
evaluated more favorably than male ratees (Mobley,
1982) •
It is apparent that the results of research
evaluating the effect of sex of the ratee are highly
inconsistent.

In order to sort out this apparent

inconsiste ncy in the studies it is helpful to consider
several additional variables.
Sex stereotype of the job.

Currently this is one

of the most helpful variables in attempting to
understanding the sex bias research.

A job may be

stereotyped as a male job (a male stereotypical job), as
a female job (a female stereotypical job), or as a

6

neutral job based on the characteristics of current
employees and of the job itself.

For example, the

proportion of male and female incumbents may determine
whether the raters stereotype the job as a male job or
as a female job.
Past researchers were not interested in the main
effect of the sex stereotype of the job, but rather in
the interaction between the sex stereotype of the job
and sex of the ratee.

It is important to note that most

sex bias studies were not designed to test for the main
effect of sex stereotype of the job.

The sex stereotype

of the job is a variable that originally became of
interest in a post hoc attempt to explain the
inconsistent research results associated with the
studies directed at ratee main effects. Both Dipboye
(1985) and Schmitt and Lappin (1980) have expressed a
need for studies directly exploring the possible
moderating effect of the sex stereotype of the job.
Only four studies have been designed to manipulate
the sex stereotype of the job (Bena, 1979; Deaux &
Emswiller, 1974; Harris, 1975; Isaacs, 1981).

The

results of two of these studies revealed a main effect
for sex stereotype of the job for both sexes, but
ironically these effects were in opposite directions.
Bena found performance on a male job was rated low~r
than equivalent pp.rformance on a female job, while Deaux
and Emswiller found that performance on a male task was

7

rated higher than equivalent performance on a female
task.
Level of performance.

A number of researchers have

manipulated level of performance (Abramson, et al.,
1977; Bena, 1979; Bigoness, 1976; Hamner et al., 1974;
Moore, 1984; Schmitt and Lappin, 1980).

Across studies

the results consistently indicate that high performers
are rated significantly higher than low performers.
Mode of behavior.

In many research studies the

mode of behavior of the ratee has been manipulated
(Harris, 1975; Jacobson & Effertz, 1974; Mai-Dalton et
al., 1979; Moore, 1984; Rosen & Jerdee, 1973, 1974a,
1974b, and 1975).

Mode of behavior is defined as the

manner in which the behavior is performed.

In sex bias

research, the main effect of mode of behavior is not of
interest, but the interaction between mode of behavior
and the sex of the ratee.

In the usual study, subjects

are given informa t ion on male and female incumbents,
usually managers, acting in-role (sex congruent
behavior) or out-of-role (sex incongruent behavior).
For example, a male lawyer raacting aggressively to a
job situation would be considered acting in-role for his
sex, while a female lawyer acting in the same manner
would be considered acting out-of-role for her sex.

The

subjects are then asked to evaluate the appropriateness
and/or effectiveness of the incumbents' action.

In all

of the studies mentioned above the mode of behavior
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interacted with the sex stereotype of th e ratee and had
a main effect on ratings of the ratees.

For example,

Mai-Dalton et al. found that an emotional, angry female
manager received higher ratings than a calm, unemotional
male manager, but regardless of the sex of the ratee
=alm, unemotional mar.agers received higher ratings than
emotional, angry managers.

Although mode of behavior is

important, it is beyond the scope of this study, and the
reader is referred to Moore (1984) for a review of this
variable.
Interactions.

The main effects of sex of the

ratee, sex stereotype of the job, and level of
performance are important, but they are not found in
isolation outside of the laboratory.

It is necessary to

explore the interactions of these variables in order to
fully understand th e research on SEX bias in performance
appraisals.
Bigoness (1976), Hamner et al. (1974), and Moore
(1984) found significant sex of ratee by level of
performance interactions.

Both Bigoness and Hamner et

al. found that low per fo rming men were rated only
slightly lower than low performing women, but that high
performing women were rated significantly higher than
high performing men.

Moore, on the other hand, found

the opposite effect.

She found that low performing men

were rated significantly lower than low performing
women, but that high performing men and women were not

9
rated significantly differently.

The only explanation

for the opposite directions of the sex of ratee by level
of performance interactions in these studies lies in the
different designs used by the experimentel's.

Moore

manipulated mode of behavior, while Sigoness and Hamner
et al. did not.

In the Moore study, half of the ratees

performed the management task in a masculine manner and
the other half performed the task in a feminine manner.
In the Sigoness and

H~ner

et al. studies, both male and

female ratees performed the job in the same manner.

In

all three of these studies the sex stereotype of the job
was not manipulated: the experimenters used male
stereotypical jobs.
Sena (1979) discovered an interaction between level
of performance and sex stereotype of the job.

He

manipulated sex of the ratee, sex stereotype of the job,
and level of performance.
indicate that high

~nd

The results of his study

low performers were rated either

high or low regardless of the sex stereotype of the job.
However, regardless of the sex of the ratee, average
performers in a female job were rated significantly
higher than average performers on a male or neutral job.
According to Sena, the interaction between level of
performance and sex stereotype of the job implies that
the jobs used in the studies may not have been perceived
to be equal by the subjects.

Sena states that the

dimensions he used, logical problem solving,
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productivity, and ability to work under pressure, might
have been deemed more important in mal e and neutral jobs
than in female jobs.

He provides theoretical reasons to

explain how these differences may have accounted for the
differences in the ratings.
Isaacs (1981) found an interaction between sex of
the ratee and sex stereotype of the job.

In this study

men and women were rated equally on the merit of their
professional articles when the articles pertained to
female stereotypical areas (dietetics and education).
In the male stereotypical areas, women were rated
significantly lower than men when the articles pertained
to city planning, but not when they pertained to law.
The results of this study imply that depressed ratings
in the a ppraisal of women are more likely in a male job
than in a female job.
Cognitive Explanations
Several cognitive explanations exist in the
performance appraisal literature which make some sense
of the otherwise contradictory findings of sex bias in
performance ratings.

In order to secure accurate

performance evaluations, it is obvious that accurate
observations of performance are necessary.

However, it

has been argued that how raters actually process the
information may have a more profound impact on ratings
than do the ratees' behaviors (Nathan & Alexander,
1985).

A supervisor must perform several cognitive
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tasks in order to evaluate his or her employees
(Feldman, 1981).

These tasks are (a) recognize and

attend to relevant information about incumbents, (b)
organize and store this information for later access
(including integrate new information with old
information), (c) recall relevant information in an
organized fashion when judgements are required, and (d)
integrate information into a summary judgement.

Because

of the importance of cognitive processes in performance
evaluation, studying the cognitive processes as oppossed
to the methodological issues associated with performance
appraisals may prove more fruitful in obtaining accurate
evaluations in the future (Zedeck & Cascio, 1984).

The

cognitive explanations which have provided the most
insight to the sex bias in evaluation literature are
attribution theory (Weiner, Frieze, Kukla, Reed, &
Rosenbaum, 1971, cited in Nieva & Gutek, 1980) and the
stereotype-fit model of discrimination (Dipboye, 1985),
including the talking platupus phenomenon (Abramson, et
al., 1977).

It is important to note that these

explanations are interrelated.
Attribution theory.

According to one

interpretation of this theory, there are four factors
influencing performance: ability, effort, task
difficulty, and luck (Weiner et al., 1971, cited in
Nieva & Gutek, 1980).

These influences can be

characterized as internal or external, and as stable or

12
unstable.

Performance is predictable if its causes are

perceived as either stable or internal.

Performance is

most predictable if its causes are perceived as both
stable and internal.

Ability is considered internal and

stable; effort is internal and unstable; task difficulty
is external and stable; and luck is external and
unstable.
In a study by Deaux and Emswiller (1974)
performance by a man on a masculine task was attributed
to skill.

The same performance by a woman was

attributed to luck.

Performance by a woman on a

feminine task was attributed to skill, while contrary to
expectations, male performance on a feminine task was
not attributed to luck but to skill.

As Nieva and Gutek

(1980) have pointed out, the sex stereotype of the
behavior or job is important in determining whether
performance will be attributed to luck, skill, effort,
or task difficulty.
Causal attributions are important for a number of
reasons (Nieva & Gutek, 1980).

First, causal

attributions de termine how predictable performance is
perceived.

For example, high performance attributed to

skill is perceived to be more predictable and stable
than high performance attributed to luck.

Because

employers are interested in performance that is
predictable and reoccurring, these attributions can be
highly influencial in personnel decisions about ratees.

13

Heilman and Guzzo (1980) conducted a study in which
subjects where given different causal explanations
(ability, effort, task difficulty, and luck) for the
work performances of male and female employees.
Subjects were told that the employees had been very
successful at their jobs.

As expected, subjects

assigned rewards (i.e., pay raises and promotions) on
the basis of causal attributions for performance and not
on the basis of sex.

For example, a woman whose low

performance was attributed to task difficulty was
assigned the same rewards as a man whose performance was
also attributed to task difficulty.
In the actual evaluation process raters must assign
their own causal attributions to performance.

Research

results suggest that positive evaluations of female
performance may be limited by the attribution of high
performance to factors, such as luck, that do not
predict future performance.

As Nieva and Gutek have

concluded, the end result is that women perceived as
performing well may not be given credit for their
performance; their performance is attributed to effort,
task difficulty, or luck, but not to ability.
Stereotype-fit model of discrimination.

The

existence of sex bias in appraisal research is most
often explained by the stereotype-fit model of
discrimination (Oipboye, 1985).

This model is very

similar to the categorization model described by Nathan
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and Alexander (1985).

According to the stereotype-fit

model, raters have various cognitive structures
including implicit theories and prototypes (abstract
images).

A stereotype is a specific type of implicit

theory consisting of the characteristics that raters
attribute to a category of individuals.

Raters have

stereotypes of different categories of individuals
including men, women, hard workers, accountants, and
even ideal job incumbents.

These stereotypes influence

how ratees are evaluated.
The most important component of the model is that
appraisals are a reflection of the rater's perception of
the fit of the ratee to the perceived requirements of
the job.

According to Dipboye (1985), -raters tend to

attribute to an individual characteristics consistent
with their stereotype of persons similar to the ratee,(p.117).

For example, raters attribute feminine

characteristics to a female ratee for two reasons:

(a)

feminine characteristics are associated with women and
(b) because the ratee is a woman she is perceived as
similar to other women.

Simply stated, raters have a

stereotype for the category of women which includes a
cluster of feminine characteristics.

Once raters

perceive a ratee as a woman, they categorize her into
the female category and attribute the feminine
characteristics associated with the stereotype of women
to her.

This is true whether or not she actually
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possesses the feminine characterist' c s.
According to Dipboye (1985), "raters tend to
attribute to a particular position requirements that are
consistent with their stereotype of successful occupants
of the position," (p.117).

For example, if strength is

a characteristic that is consistent with raters'
stereotypes of successful construction workers, then
raters will consider strength a requirement for the job
of construction worker.

Schein (1973) uncovered a

relationship between management characteristics and sex
role stereotypes which indicated that men were perceived
as more likely than women to possess characteristics
associated with successful business managers.
Raters' expectations of ratees' performances depend
on the degree to which the stereotype of persons similar
to the ratees are consistent with the stereotype of the
ideal incumbents and of the job (Dipboye, 1985).

The

accuracy of the ratings are dependent on the rater's
expectations being representative of the ratee's actual
performance (Nathan & Alexander, 1985).

According to

Feldman (1981), the stereotype of the ratee influences
the raters' storing or retrieval of information on the
ratees' performance.

Information consistent with the

stereotype is more likely to be noted and remembered
than information that is not consistent.

Raters

evaluate the ratees' performance (i.e., behavior and
accomplisnments) against the stereotype of the ideal

•
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incumbent and form a judgement of the ratees' fit to the
job.

According to the model, ratees' performance is

evaluated favorably to the extent that raters'
perceptions of the ratees' are consistent with the
raters' stereotype of the ideal job incumbent.
The stereotype-fit model of discrimination does not
predict how different levels of performance will be
evaluated.

For example, the model does not address the

question of how ratings of a high performing woman will
compare to ratings of a low performing woman when both
are performing a female job?

The model does predict

that a man will receive a higher performance score than
a woman when they are performing equally in a male job,
and that a woman will receive a higher performance score
than a man when they are performing equally on a female
job.

In both cases, raters will rely on their

stereotypes of men and women and of the jobs to conclude
that men perform better than women in typically male
jobs and that women perform better than men in typically
female jobs.
Although the stereotype-fit model predicts that
information that is consistent with the rater's
expectations is more likely to be noticed and recorded
than inconsistent information, Feldman (1981) argues
that there is an exception.

This excp.ption statas that

if the information is highly inconsistent it will result
in a reevaluation of the stereotypes and/or possible
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recategorization of the ratee.

This exception to the

stereotype-fit model of discrimination is consistent
with what has been labeled the talking platupus
phenomenon by Abramson et al. (1977).

In reviewing the

literature on sex bias in performance evaluations, Nieva
and Gutek (1980) concluded that when women were observed
as performing well in unexpected situations (i.e., in
male jobs), the incongruence between their performance
and what was expected might have been responsible for
the over-evaluation of their performance.

In the case

of the talking platupus, it does not matter what the
platupus says. The fact that it talks at all is a
wonder!

The opposite effect, in which males are

evaluated more harshly for not performing as expected,
has also been observed (Jacobson & Effertz, 1974).
Feldman explains that

r~ters

automatically note and

categorize ratees' performance without conscious
monitoring.

The automatic process is used except when

decisions are unclear, in which case a controlled
process involving consciously monitored categorization
occurs. Raters process information about ratees
automatically without paying close attention to it.
When the information is problematic or incongruent it
draws the attention of the rater to the decision.

The

threshold level that must be reached before switching
from an automatic to controlled process varies among
ratp.rs.

The inconsistency of the information required
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to switch to a controlled process is unknown.

The

switching from an automatic to a controlled process
should result in greater rater sensitivity to
performance differences when ratees perform a task not
typically associated with their gender.
In summary, the stereotype-fit model of
discrimination predicts that performance will be rated
accurately to the extent the stereotype of the ratee is
consistent with the stereotype of the job.

A talking

platupus phenomenon occurs when performance is higher or
lower than expected, which results in the rater noticing
incongruencies, therefore over or under evaluating the
performance.
Schmitt and Lappin (1980) have used the
relationship between the sex of ratee and the sex
stereotype of the job as a post hoc explanation for the
difference between the results of their study, which did
not find inflated ratings for women relative to known
performance, and that of Hamner et al. (1974), which
did.

The unexpected performance of the women on a male

job in Hamner et al. may have tended to inflate rather
than lower the job performance appraisals of the women.
In the Schmitt and Lappin study, the job performed by
the ratees was a neutral or feminine job, and therefore
did not have the same sex-role expectations that the
Hamner et al. job had.
The talking platupus phenomenon applies to much of
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the research dealing with the sex of the ratee and a
particular job stereotype.

The phenomenon can usually

explain the presence of inflated ratings for women and
it is consistent with the findings that women performing
a male job are evaluated higher than men performing at
the same level or in the same manner (Bigoness, 1976;
Hamner et al., 1974; Jacobson & Effertz, 1974;
Mai-Dalton et al., 1979; Moore, 1984).

In addition, the

phenomenon is consistent with the findings of no
differences in ratings when the task performed is gender
neutral (Schmitt & Lappin, 1980).
Bena (1979) is the only study that has
simultaneously explored the three variables of sex of
ratee, level of performance, and the sex stereotype of
the job.

The Harris (1975) study manipulated two of the

variables of interest, sex of racee and sex stereotype
of the job, but failed to consider level of performa nce.
Neither study provides evidence that the stereotype of
the job moderated the occurrance of inflated ratings for
women relative to known performance as expected
according to the ster e otype-fit mcdel and the talking
platupus phenomenon.
Both of these studies used written paragraphs
describing the ratees' performance in detail.

An

example of a paragraph used by Bena is as follows:
Usually, Sally can type two memos and four
letters in an eight hour period while answering the
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phone about three times.

~' en

on the busiest days,

when the other secratary is out sick, Sally can
still get 2S% of her work done.

Since Sally has

been working for me, there have been ten occassions
where I needed her to compile lists of information
into chart form and she was able to do it 10% of
the time without any directions from me.

Last week

I counted the number of uncorrected errors on all
of Sally's work and found that she had an average
of 10 uncorrected errors on every page, (p.lS).
The high salience of the information provided may have
accounted for the results.

The ratees had such explicit

performance information that they may not have needed to
rely on their stereotypes of the ideal incumbents in
order to make the ratings.

Although the result was

accurate ratings, the appraisal context was not at all
faithful to the actual evaluation process in which
raters must observe, store, and later retrieve from
memory the observed performance.

In the actual

evaluation process raters do not read about ratees'
performance in order t o arrive at conclusions about the
performance.
Ideally, performance appraisals should be based
soley on actual performance but rarel is this the case
(Feldman, 1981).

Supervisors

often have only partial

information on subordinates' job performance, and
contact with subordinates may be for short periods of
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time and restricted to limited situations.

According to

Moore (1984), performance levels are rarely as clear in
an organizational setting as they are in the laboratory.
Feldman criticizes previous research for dealing only
with the integration of information that is complete and
immediately available.
The present study differs from the Bena (1979) and
Harris (1975) studies in that it employed videotapes
rather than descriptive paragraphs.

Because supervisors

often rate their subordinates on the basis of observed
behavior and not on the basis of written summaries of
their performance, the advantage of using videotapes is
that they are more representive than using written
paragraphs of actual performance evaluations done in the
field.

This study is unique compared to Hamner et al.,

(1974) and Schmitt and Lappin (1980) in that performance
was evaluated on two different sex stereotypical jobs.
The purpose of the present study was to examine the
moderating effect of the sex stereotype of the job in a
situation that is more realistic than the ones used by
Bena (1979) and Harris (1975).
Hypotheses
Hypothesis I:

High performers will be evaluated

significantly higher than low performers.

This will

hold true regardless of the sex of the ratee or of the
sex stereotype of the job.
Hypothesis II:

A three-way interaction will occur
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between sex of ratee, sex stereotype of the job, and
level of performance on the performance scales.

On the

male job a talking platupus phenomenon is expected with
the high performing woman being evaluated higher than
the high performing man.

The disparity between the

performance expected from the woman and what is observed
will result in her performance being noticed and over
evaluated (Nieva & Gutek, 1980).

On the male job the

low performing man and woman will receive similar
evaluations.

On the female job, the man and woman will

receive similar evaluations on both levels of
performance, because both will perform as expected
(Schmitt & Lappin, 1980).
Hypothesis III:

Based on the results of Deaux and

Emswiller (1974), a three-way interaction between sex of
ratee, sex stereotype of the job, and level of
performance is expected on the attribution scale.

High

performances by the man on the male job will be
attributed to skill whereas the same performance by the
woman will be attributed to luck.

On the female job,

high performance by bo th ratees will be attributed to
the same cause - skill.
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CHAPTER II
Method
Research Participants and Design
Two hundred and five undergraduate psychology
students at Western Kentucky University served as
volunteer research participants.

All subjects were

recruited from lower level psychology courses.

At the

time of recruiting the subjects were told that the
purpose of the experiment was to determine how
accurately they could observe and evaluate the
performance of a job applicant.
Each subject viewed one videotape and evaluated the
performance observed.

A 2 x 2 x 2 between subjects

factorial design was used to examine the effects of the
sex of ratee (male versus female), sex stereotype of the
job (male versus female), and level of performance (high
versus low) on rated performance and on attributions of
performance.
27.

The subjects were run in groups of 25 to

Each group viewed only one of the eight videotapes.

Pilot Study
A pilot study was conducted to determine the sex
stereotypes of the "stimulus" jobs.

Ninety-one students

enrolled in Psychology 100 participated.

Although the

two jobs of grocery stock person and librarian had been
previously pilot tested by Bena (1979) and had been
found to be sex stereotyped , it was felt that these
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stereotypes might have changed since the original pilot
study.

Although Bena pilot tested both of these two

jobs, he did not use the librarian job in his study.
Because of the criticality to the study of the sex
stereotypes of the jobs, the pilot study was performed.
PrQfessors distributed the pilot test during
classes.

The pilot test asked the students to rate the

degree to which they felt six jobs were more appropriate
for men, more appropriate for women, or equally
appropriate for both sexes.

The jobs were (a) Computer

Operator, (b) High School Math Teacher, (c)
Photographer, (d) Grocery Stock Person, (e) Athlete, and
(f) Library Assistant.

The jobs were rated on a scale

of one to nine with "1" indicating more appropriate for
men, "9" indicating more appropriate for women, and "5"
indicating equally appropriate for both sexes.
Table 1 presents the means and standard deviations
of the rated jobs.

The results were consistent with

Bena's (1979) findings, and indicate that the two jobs
used in the current study are sex stereotyped.

Because

the midpoin t of the scale indicated that the job was
equally appropriate for both sexes, the appropriate
analysis was to compare the means of the jobs to the
midpoint of the scale.

The grocery stock person job

received the highest male rating with a mean of 3.39 (SO
- 1.60), which was significantly different from the
midpoint of the scale, t(90) ~ -9.65, 2<.00.

The
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Table 1
Sex Stereotype of J o bs as Determ ined bv Pilot Test

M

Jobs

SD

Computer Operator

5.00

0.64

H. S . Math Teacher

4.84

1. 18

Photographer

4.44

1. 33

Grocery Stock Person

3.39

1. 60

Athlete

4.32

1. 24

Library Assistant

6.60

1. 56

Note.

M - mean; SD

=

standard deviation.

N _ 91 subjects rated all 6 jobs.
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library assistant job received the highest female rating
with a mean of 6.60 (SO = 1.56), which was also
significant, t(90) = 9.84, E<.OO.
Videotapes
Eight three minute videotapes were prepared.

One

male confederate and one female confederate acted out
high and low performance levels in each of the two jobs.
The sex stereotype of the job was manipulated by making
four tapes in which the ·ratees· performed the male job
of grocery stock person (shelving cans) and four tapes
in which they performed the female job of library
assistant (shelving books).

In the high performance

tapes the ratees shelved 51 large juice cans (grocery
store) or large journal volumes (library) in a three
minute period.

In the low performance tapes they

shelved 27 juice cans/large journal volumes in a three
minute period.
Because it was important to keep the manner in
which the work was performed similar in all the tapes,
ratees were trained on the assigned tasks so that
certain motions, facial expressions, modes of dress, and
quality of work (neatness, labels facing camera) were
basically the same.

In addition, ratees were trained to

shelve the items at the two rates of work representing
low and high performance.

Great care was taken to

ensure that ratees placed the cans/books properly on the
shelves.

During the actual taping, the rate of work was
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paced by signalling to the ratees to slow down or speed
up in order to shelf the assigned numbers of cans / books
during the three minute period.
The videotapes were judged by a panel of four
graduate students to ensure that the ratees did exhibit
the same behaviors.

The panel was told that the tapes

were part of a thesis project and that their task was to
to determine if the ratees' behavior was essentially the
same.

The panel then received a form asking them to

indicate for each set of tapes (the grocery store tapes
and the library tapes) if they agreed or disagreed that
Ratee A and Ratee B appeared essentially the same on the
dimensions listed (body motions, facial expressions,
mode of dress, and quality of work).

After viewing each

set of tapes the graduate students completed the form.
In all cases, the students agreed that the ratees'
behavior was essentially the same.
Procedure
Grocery Store Job.

Subjects were assigned the role

of a grocery store manager and potential employer of the
ratee, wh o had applied for a job at the grocery store.
They were told that as part of the selection process,
the ratee was asked to perform a three minute work
sample test which was videotaped.
Library Job.

Subjects were assigned the role of a

circulation librarian and potential employer of the
ratee, who had applied for a job at the circulation
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desk.

As above, subjects were told that as part of the

selection process, the ratee was asked to perform a
three minute videotaped work sample.
All subjects were given one of two sets of
directions (grocery store manager/circulation desk
librarian) to read depending on the treatment condition
to which they were randomly assigned.
form was distributed.

The evaluation

After allowing the participants

sufficient time to read the directions and the
evaluation form the experimenter asked if there were any
questions about the directions or the evaluation form.
The experimenter then explained that after viewing the
videotape the research participants were to rate the
applicant on the dimensions that appeared on the
evaluation form.

The videotape was then shown.

The

videotapes were stopped after the three minute segment
to allow the raters to evaluate the ratee.

The specific

directions were adapted from Hamner et al. (1974),
(Appendix A).
Rating Scales
The evaluation form consisted (\f four 5-point
Likert scales (Appendix B).

After viewing the assigned

videotape, participants completed each scale.

The first

three scales assessed the ratees' work performance.

The

scale points ranged from one (lowest) to five (highest).
The scales assess ratees' overall performance (low to
high), amount of work (unsatisfactory to satisfactory),
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and quality of work (low to high).

The fourth scale was

an attribution scale similar to the one used by Deaux
and Emswiller (1974).

Scale point one was labeled

purely luck and scale point five was labeled purely
ability.

CHAPTER III
Results
The intercorrelations between the scales were
computed.

Table 2 provides these intercorrelations and

their significance levels.
The correlation between the overall performance and
the amount of work scale was .61, which is significant
at the .001 level.

This correlation was fairly high and

indicates that the two scales were measuring a similar
work performance construct.

It is reasonable that these

two scales were highly correlated because the overall
performance construct would include the amount of work
performed.

In order to increase the reliability of

measurement of the work performance construct it was
decided to combine these two scales by adding the raw
scores together to form the work performance scale.
The overall performance scale and the amount of
work scale were significantly correlated with the
quality of work scale, .27 and .12 respectively.
Although these correlations were significant at the .001
and .05 levels respectively, they were not high enough
to assume that the performance measures were measuring
the same construct as the quality of work scale.
Because the quality of work was essentially the same in
all conditions as determined by the graduate student
panel, a lower correlation between the other performance
30
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Table 2
Intercorrelations Bet we e n th e Ove r all Pe r for ma nc e , Amo un t
of Work, Quality of Work , a nd Attr i bu tio n Sc a l e s

Scale

2

1. Overall Performan ce

. 6 1 -*

2. Amount of Work

4. Attribut i on

N - 20 5 .

*2. ( 05.

4

. 27*-

. 2 3**

. 12-

. 23**
.3ZW*

3. Quality of Work

Not e .

3

-*2. <. • 001.
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measures and the quality of work measure was expected.
The attribution scale correlated significantly
with the overall performance scale, .23, the amount of
work scale, .23, and the quality of work scale, .32.
Although these correlations were significant on the .001
level, they were not high enough to assume that the
performance scales and the quality of work scale were
measuring the same construct as the attribution scale.
A three-way analysis of variance (ANOVA) was
performed for the work performance scale and the quality
of work scale.

Tables 3 and 4 provide source tables for

these three-way analyses.

Table 5 provides the means

and standard deviations for the male job and Table 6
provides the means and standard deviations for the
female job.
The first hypothesis, that high performers in both
jobs would be evaluated significantly higher than low
performers, was co nfirmed.

High performing ratees were

evaluated signi fi cantly higher than low performing
ratees on the work performance scale (2.74 versus 1.74,
~

(1,19 7 )

~

70.77, £<.00).

There was no significant

main effect for leve l of performance on the quality of
work scale (3.36 versus 3.23, F(1,3) = 0.33, £<.57).
A significant main effect for sex stereotype of j ob
was found on the work performance scale.
performing the female job (M

a

Ratees

2.35) were rated

significantly higher than ratees performing the mal e jo b
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Table 3
Three-way Analysis of Variance for the Work Performance Scale
Degrees of
Freedom

Source
A (Job)

Mean
Square

F

10.83**

1

31. 06

1

2.52

1

202.94

x B

1

6.84

2.39

A x C

1

0.32

0.11

x C

1

2 .94

1. 03

1

14. 77

Total

204

4.05

Residual

197

2.87

B

(Sex of Rat ee)

0 . 88

C (Level of

Performance)
A

B

A x B x C

*1:< .01.

**1:< .001.

70.77**

5.15*
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Table 4
Three-way Analysis of Variance for the Quality of Work Scale
Source

Degrees of
Freedom

Mean
Square

F

1

0 . 90

0.5 7

B (Sex of Ratee)

1

0.5 7

0 . 37

C (Level of
Performance)

1

0.52

0 . 33

A x

B

1

3.5 7

2.2 7

A x C

1

0.05

0.03

B X C

1

1 .63

1. 04

A x B x C

1

5 . 23

3.3 2

Total

204

1. 58

Residual

197

1. 5 7

A

(Job)
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Table 5
Means and Standard Deviations of Performance Scales for
Male Job

Scale

Group

n

a

Work
Performance

Quali ty
of Work

Male Ratee
High Performance

25

M

2.48

3.40

SO

1. 00

1. 23

M

1. 68

3.48

SO

0.94

1. 30

Low Performance

25

Female Ratee
High Performance
M

2 .56

3.39

SO

1. 13

1 .4 7

M

1.46

3. 19

SO

0 . 62

1. 2 "

Low Performance

Note .
a

=

26

~t

=

27

mean; SO - standard deviation.

number of subjects which viewed each tape.
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Table 6
Means and Standard Deviations of Performance Scale for the
Female Job

Scale

Groups

n

a

Work
Performance

Quality
of Work

Male Ratee
High Performance

25

M

3.00

3.36

SD

1.1 3

1 . 22

M

1.5 8

2 .7 3

SD

1).82

1.3

Low Performance

26

Female Ratee
High Performance

- . ..

M

2 .90

.)

SD

0.94

0 . 91

M

2 . 26

3.60

SD

1. 08

1 .23

Low Perfo rmance

Not e .

26
~.)

25

M : mean; SD : standard deviation.

a : number of subjects that viewed each tape.
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(M = 1.80), F(1,197) = 10.83, R<.OO).
The second hypothesis, that there would be a
three-way interaction with the high performing woman on
the male job being evaluated significantly higher than
high performing male on the male job, was not confirmed.
Although there was a significant three-way interaction
on the work performance scale, F(1,197) = 5.15, £<.02,
it was of a different nature.

This interaction is

ill u strated in Figure 1 for the male job and in Figure 2
for the female job.
A Tukey test as performed to test the significance
of the differences beteen the cell means.

The

differences between the cells are represented in Table
7.

Within job and within level of performance there

were no significant differences in ratings given to the
male and female ratee.

The

crit~cal

value for this

Tukey test was 0.73.
Figure 3 illustrates the differentiation of high
from low performance as a function of the ratee sex and
the sex stereotype of the job for the work performance
scale.

For the male ratee the results demonstrate

greater differentiation between high and low performance
when performing the female job than when performing the
male job.

Likewise, for the female ratee there is

greater differentiation between high and low performance
when performing the male job than when performing the
female job.
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Table 7
Differences Between Cell Means for the Performance Scale

Treatment
Condition

1
2
3

7

8

0.90*

0.42

0.22

1.32*

0.10

1.22*

0.58

0.44

0.98*

0.34

0.30

1.54*

0.12

1.44*

0.80*

1.42*

0. 10

0.74*

1.32*

0.68

2

3

4

5

0.08*

0.08

1.02*

0.52

0. 88*

0.22
1.10*

4

6

5
6

0.64

7
8

Note. Critical value for Tukey test = 0.73.

l.

Male job. male

ratee. high level of performance.

2.

Male job. male ratee. low .

3.

Male job. female ratee. hiqh.

4.

Male job. female ratee. low.

5.

Female job. male ra tee. high.

6.

Female job. male ratee. low .

7.

Female job. female ratee, high.

8.

Female job. female ratee. low .
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To test the third hypothesis, that an interaction
between sex of the ratee and sex stereotype of the job
would occur on the attribution scale, a three-way ANOVA
was performed for the scale.

Table 8 provides the

source tables for the three-way analysis of variance for
the attribution scale.

The results produced no

significant main effects or interactions.

On the male

job, the mean attribution score for the male ratee was
3.16 (SO - 1.02) and for the female ratee it was 2.92
(SO - 0.91).

On the female job, the mean attribution

score for the male ratee was 2.74 (SO - 1.27) and for
the female ratee it was 2.94 (SO - 1.07), F(1,197) _
2.01, 2<.16.

The results of this analysis indicate that

causal attibutions did not differ for the two sexes as a
function of the sex stereotype of the job or level of
performance.
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Table 8
Three-way Analysis of Variance f or the Attribution Scale

Source

De<:jrees of
Freedom

Mean
Square

F

A lJob)

1

1.99

0.19

B lSex of Ratee)

1

0.02

0.88

C (Level of Perfonnance)

1

2.37

0.15

Ax B

1

2.30

0.16

Ax C

1

0.01

0.91

Bx C

1

2.79

0.12

Ax B x C

1

1.12

0.32

Total

204

1.15

Residual

197

1.14

CHAPTER IV
Discussion
The results provide support for the stereotype-fit
model, especially as it incorporates the utilization of
automatic and controlled cognitive processes.

The

results indicate that there is a relationship between
the sex stereotype of the job and the assigning of
different ratings to women and men for similar
performance, but only when level of performance is
considered.
There were no significant main effects or
interactions on the quality of work scale.

It is of

interest to note that rated quality of work did not
vary, but that rated work performance did vary as a
result of the sex of ratee by

~x

stereotype of the job

by level of performance interaction.

In retrospect,

failure to find any main effects or interactions on the
quality of work scale is not surprising considering that
great care is taken to ensure that the quality of work
(i.e., neatness, la be ls facing the same way> was
essentially identical on all videotapes.

As previously

mentioned, a graduate panel watched the videotapes and
indicated that the ratees appeared essentially the same
in terms of body motion, facial expressions, modes of
dress, and quality of work.

The results of the analysis

of the quality of work scale indicate that the quality
44
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of the work performed on the videotapes was successfully
controlled.
A significant main effect for level of performance
on the work performance scale was discovered.

This

confirmation of the first hypothesis is consistent with
previous literature (Abramson et al., 1977; Bena, 1979;
Bigoness, 1976; Hamner et al., 1974; Moore, 1984;
Schmitt & Lappin, 1980), that found a similar effect.
The findings of a significant main effect for level of
performance indicates that the major determinant of
performance ratings was actual performance.

Based on a

computation of eta-squared, actual performance accounted
for 25' of the variance on the work performance scale.
The other two independent variables, sex of the ratee
and sex stereotype of the job,
and

4'

~ccounted

for only .25'

of the variance, respectively.

Bena (1979) conducted the only other study which
manipulated the same three variables as were manipulated
in the present study.

He found a main effect for the

sex stereotype of the job.
performers in a f e male job

His finding indicates that
wer~

rated higher than

performers on either the male or neutral job.

Bena's

result is consistent with the finding in the current
study of a significant main effect for the sex
stereotype of the job on the work performance scale.
The ratees performing the library job (M

a

2.35) were

rated significantly higher than ratees performing the
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grocery store job (M = 1.80).

A main effect for the sex

stereotype of the job occurred despite the fact that in
both jobs ratees shelved the same number of units.
The results failed to confirm the second
hypothesis:

a three-way interaction with the high

performing woman on the male job being evaluated
significantly higher than the high performing man.

The

significant three-way interaction which was found on the
work performance scale indicates that the sex stereotype
of the job together with ratee's gender and the level of
performance affect the ratings given to men and women.
A closer inspection of the interaction reveals that in
seven of the eight cells, performance was accurately
perceived.

In these seven cells, there were no

differences between men and women performing the same
job at the same level.

Representing the male job,

Figure 1 illustrates that ratings accurately reflect
level of performance for both the male and female
ratees.

Representing the female job, Figure 2

illustrates that the ratings differentiate the low
performing man from the high performing man, but that
the ratings fail to sufficiently differentiate between
the high performing woman and the low performing woman.
Since there were no differences in ratings for the high
performing man and the high performing woman, it is
concluded that the ratings for the low performing woman
were inflated.
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According to the stereotype-fit model, raters
evaluate the ratee's performance against the stereotype
of the ideal incumbent and form a judgement of the
ratee's fit to the job.

Ratee's performance is

evaluated favorably to the extent that the rater's
perception of the ratee fits the stereotype of the job.
The stereotype of the ratee influences the rater's
storing and retrieval of information on the ratee's
performance.
The inflated ratings given to t ile low performing
woman on the female job, which was the only source of
bias encountered in this study, can be explained by
applying the stereotype-fit model of discrimination.
The model is applicable to the sex congruent situation
in which the female ratees performed the female job.

In

this sex-congruent situation the raters categorized the
female ratees as female and relied on the stereotypes of
this category in assigning the performance ratings.

The

automatic process of categorization described by Feldman
(1981) occurred.

Raters failed to adequately

differentiate high and low performance, thereby
committing central tendency errors often found in
performance ratings (Cascio, 1982).

The rating given to

the women performing the female job reflect the level of
performance expected from the average woman in the
3ituation, regardless of the actual level of
performance.
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The switching from automatic to controlled
cognitive processes predicts greater rater sensitivity
to performance differences in sex-incongruent
situations, namely when a female ratee performs a male
stereotypical job or when a male ratee performs a female
stereotypical job.

It is believed that the incongruence

between the ratee and the job in these situations
resulted in the utilization of controlled as opposed to
automatic cognitive processes.

The controlled

categorization process likely resulted in the raters
observing and attending to the performance more
carefully.

The added attention and care may have lead

to the more accurate performance evaluations.

The

differentiation between high and low performance for
ratees performing a sex-incongruent job is consistent
with the sex stereotype-fit model of discrimination.

It

is inferred that although ratees were not over-or-under
evaluated, more attention was paid to their performance
which resulted in accurate ratings.
The sex stereotype-fit model does not readily lend
an explanation for the accurate ratings of tha low
performing man on the male job.

One possible

explanation is that the jobs used in the study were
fairly simple which resulted in accurate ratings.

The

fact that ratees' performances were accurately evaluated
in seven of the eight cells lends support to this idea.
A stronger manipulation of the sex stereotype of the job
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may have resulted in different findings.
The tasks performed in the study were so similar
that the question arose as to whether or not the tasks
actually had different sex stereotypes associated
them.

wi~h

In the original pilot study, subjects assigned

ratings to the job titles and not to the tasks performed
within the jobs.

It was thought that the jobs of

grocery stock person and library assistant were possibly
sex stereotyped, but that the tasks of shelving cans and
shelving books were not sex stereotyped.

To determine

if the tasks were stereotyped a post hoc test was
conducted.
Thirty-three subjects received a form (Appendix C)
asking them to rate the degree to which they felt nine
tasks were more appropriate for men, more appropriate
for women, or equally appropriate for both sexes.

The

tasks were (a) stocking shelves with cans, (b)
reshelving books, (c) pricing grocery items, (d)
checking out groceries, (e) assisting customers in
locating specific grocery items, (f ) sorting returned
books, (g) carrying groceries t o costomer's car, (h)
checking in/out books, and (i) directing patr o ns to the
location of specific books.

The scale on which the

ratings were made was identical to the one used in the
pilot study.

The two tasks used in this study to

represent the grocery stock person and the library
assistant job were found to be sex stereotyped.
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Stocking shelves with cans received a mean score of
4.60, which using a one-tailed comparison is
significantly different from the midpoint, t(32) = 1.89,
2<.03.

Reshelving books received a mean score of 5.30,

hich is also significantly different from the midpoint,
t(32) = -3.32, E<.002.
The third hypothesis, that there would be a
three-way interaction on the attribution scale, was not
confirmed.

This finding is inconsistent with previous

research which found that performance by a man on a
masculine task was attributed to skill and that the same
performance by a woman was attributed to luck (Deaux &
Emswiller, 1974).

One possible explanation for this

inconsistent finding is that 10 years have passed since
the original Deaux and Emswiller study and that over the
last decade the attributions for male and female
performances have changed sufficiently to result in
similar attributions for performance.

Another

explanation is that although the two jobs used in the
study were found to be sex stereotyped, they were so
simi lar to each other that attributions of performance
did not differ.

A third explanation for the

inconsistent finding is that the scale used to access
attributions of performance may not have allowed for
actual differences in attributions because the only to
choices were between ability and luck.

It could be

argued that the cause of performance was not very likely
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to be attributed to luck.

One end of the scale was

perceived as a poor choice, the raters natural selection
would be toward the opposite end of the scale.

A more

appropriate choice may have been between ability and
task difficulty or effort.
Future research in the laboratory should
concentrate on identifying the characteristics of an
evaluation situation that result in the switch to
controlled cognitive processes as opposed to automatic
processes.

Future studies employing the sex stereotype

of the jobs as an independent variable should attempt to
use jobs that are more sex stereotyped.

Future

attribution of performance studies should concentrate on
using scales that allow the subjects to attribute
performance to more realistic causes than the causes
placed on the scale in this study.

In addition, future

research should concentrate on field research as Dipboye
(1985) has recommended.
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Appendix A
Directions Given to Raters
As manager of a grocery store/circulation desk
librarian, you expect an opening for stock
personnel/desk personnel in the near future.
considering an applicant for the position.

You are
This

applicant has a high school education, but does not have
prior work experience.

Your assistant manager/

librarian has interviewed this applicant.

He or she

then had this applicant perform a standard three minute
work sample test.

In this test, the applicant was asked

to stock shelves/shelve books for three minutes.
Because you are very busy, you have asked your assistant
manager/librarian to videotape the work sample.

You are

now reviewing the videotape in order to make certain
recommendations to your assistant concerning the
potential future employment of this worker.

You will be

asked to complete an evaluaton form after viewing the
videotape.

Please use the space provided to take notes

as you view the tape.

Appendix

B

Evaluation Form
Rate the applicant on the following dimensions.
l.

Overall work performance
1

2

3

4

high

low
2.

Amount of work completed
1

2

3

4

Quality of work
1

2

3

4

low
4.

5

satisfactory

unsatisfactory
3.

5

5

high

Performance is attributed to
1

purely
luck

2

3

4

5

purely
ablility
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Appendix C
Post Hoc Test
Below are tasks taken from 2 jobs:

Library Assistant and

Grocery Stock Person.

Use the following scale to rate whether the task is more
appropriate for men, more appropriate for women, or equally
appropriate for both sexes.
1

2

3

5

4

more
appropriate
for men

6

equally
appropriate
for both
sexes

8

7

more
appropriate
for women

stocking shelves with cans
reshelving books
pricing shelved grocery items
checking out groceries
assisting customers in locating specific grocery
items
sorting returned books
carrying groceries to the customer's car
checking in/ou t books
directing patrons to the location of specific
books
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